EQ is believed to be one of the factors which influences stress among managers. It is important to determine stress factors in order to be able to prevent stress and enable the society and organizations to handle organizational and personal stressors systematically. Results show that stress determiners are overwork, dissatisfaction with using one's own capabilities and low work achievements together with the feeling of loss of control over one's own life, irritability, psychosomatic problems, aggression, and loss of control, and alcohol abuse. The research has confirmed the existence of statistically significant correlation between stress and EQ, as well as that some sociodemographic factors are important for development of stress and EQ.
INTRODUCTION
As stress is more and more present in all spheres of life, the number of research of this phenomenon increases, especially in the area of management. Their intention is to produce a successful stress management strategy, as well as necessary educational measures so as to reduce stress in an organisation. This paper will primarily deal with determining the hidden stress structure among managers and nature of relationship between emotional intelligence and the degree of stress.
THEORETICAL WORK FUNDAMENTALS Notion and nature of stress

Lazarus
One of the leading scientists who studied stress is Lazarus (1966) . Lazarus pointed out that psychological stress is a kind of relationship between a person and their environment. Lazarus stated that subjective assessment *Corresponding author. E-mail: arsenijevicolja@gmail.com.
of a person about their possibilities and capabilities of overcoming successfully a stressful situation determine the degree of stress reaction. These Lazarus"s premises about stress had very important theoretical and practical implications.
Lazarus divides the primary stressful assessment into three categories: pleasant, damaging and challenge. A pleasant and damaging one differ, regarding the time of their occurrence. A pleasant one represents damage, and damage is already an experienced loss, while a challenge is an assessment of the possibility of outcome control. If that assessment is realistic, it encourages the person and simplifies the choice of the way to face it. If it is not realistic, these relations become much more complex. According to Lazarus, the secondary assessment is actually an evaluation of different options of facing it.
We are particularly interested in stressors affecting managers in this research, for example:
i. Being overburdened with work; ii. Work conditions; iii. Conflict and roles ambiguity; iv. Development; v. Interpersonal relationships; and v Mobbing in the workplace.
Managers who cannot respond to the modern business requirements (Barron, 1968) , as a result of stress, suffer from weak concentration, are forgetful, have difficulties in communicating with others, have difficulties making a decision and show weaker work results. Most often, they suffer from depression, are exhausted or aggressive (Simic, 2008) . Flannery (1987) looks at what makes people more resistant to stress and suggests that strategies for its overcoming are as follows:
Managing stress
1. Personal control, belief that one can control the environment and that they have specific skills for efficiently reacting in specific situations, 2. Engaging in performing certain tasks which have been carefully chosen and have a certain meaning, 3. A proper diet, regular physical exercising and a certain time to relax during the day, 4. Using social support in one"s social network.
Emotional intelligence
Peter Salovey
The main thesis of the emotional intelligence concept is that emotions are an important aspect of reality, both one"s own emotions and other people"s emotions.
This notion is handled among the first authors by Peter Salovey from Yale university and John D. Mayer from New Hempshire university in their papers. They define it as the set of capabilities which should result in a more accurate assessment and expressing one"s own emotions, as well as an assessment of other"s emotions and use of feelings in motivating, planning and achieving life goals. They have themselves stressed it is only a work title so as to investigate this concept by means of scientific methodology. Salovey defined five components of emotional intelligence:
1. Finding out person"s emotions means recognising a feeling at the moment of its manifestation. It is the basis of emotional intelligence. 2. Managing emotions and their suppressing so that they are chosen correctly. It is the capability of selfawareness. 3.Self-motivation: Managing emotions which leads to a specific goal is the background for the feeling of caution and acquiring a specific skill and creativity. 4. Recognising others" emotions: Empathy is a capability based on one"s self-awareness and it means understanding others" emotions and the capability of "reliving" their quality. 5. Capability of maintaining relationships with others is the skill of understanding others" emotions. They are Simić et al. 2343 capabilities which prepare a person for public vocations, managing and interpersonal relationships.
Daniel Goleman
The term 'emotional intelligence' became popular in 1995. The American psychologist Daniel Goleman published the book "emotional intelligence" then. In it, he described how emotions can be managed intelligently and why emotional intelligence is more important than academic intelligence. According to him, emotional intelligence includes capability of knowing one"s own feelings and expressing them properly, noticing and recognising others" feelings and a successful relationship to them, as well as the capability of controlling one"s own feelings.
According to Goleman, the model of emotional intelligence should distinguish between basic emotional and social competence.
Emotional intelligence in leadership
Daniel Goleman (1998) says that the book, emotional intelligence in business, is inspired by the reaction of business circles to his previous book, emotional intelligence. He has heard from different places that the same qualities he was recommending to parents and education professionals were also priceless in workplaces. Moreover, that was confirmed by statistics too. "That fact intrigued me" so I have studied data from around two hundred companies from all over the world. The findings have surprised me: it turned out that capabilities based on emotional intelligence are more than twice as important as the sum of IQ and technical skills. And the hierarchically higher the workplace in the company the more important the capabilities based on emotional intelligence. They make up 85% in the case of a manager and they are the ones that make the difference between an excellent and an average manager. Intelligence and knowledge are certainly impor-tant, but when the work is run in, the person"s qualities like capabilities of teamwork, collaboration, convincing others of one"s own ideas" values, motivation to con-stantly develop and improve, as well as self-confidence. Those ideas themselves are based on emotional intelligence." Table 1 shows the concept of emotional intelligence in leadership of Daniel Goleman:
Measuring emotional intelligence Salovey and Mayer (1990) first started using the term "emotional intelligence". They also did the largest number of attempts at its measuring, they stated that emotional intelligence research is performed in two ways:
1. Direct capabilities assessment and 2. examinee self-description. In the case of direct interrogation, it is required to solve a current problem. That makes this way of interrogation close to standard ways of determining general intelligence. In the case of self-description, examinees assess the degree of presence of suggested qualities in themselves mostly based on their own judgement.
Earlier research
Even though emotions have a long history as one of the key research fields in academic psychology, they as the subject matter of reserch in work psychology have remained relatively uninvestigated. One of the logical questions is why this has been the case. Looking for the answer to this question, Fineman (1996) suggested that the ideological context the work was organised in is very important. "There is a deep-seated belief, particularly in male population of the western society, about showing emotions in one"s workplace. It is that work efficiency, as well as organisational order, are both rational and not emotional activities. Strategic thinking cannot be spoilt by confused emotions". The next reason is that emotions have not been regarded as a crucially relevant subject for research in the domain of organisational psychology and work psychology. It has been the consequence of researchers directing their attention to "rational" variables of behaviour, cognition and personality. Yet, another reason for neglecting emotions as the subject of research in work psychology has been existence of, to the large extent, confusion and ambiguity with regard to the issue of the nature of emotions. Lastly, the lack of clearly defined theories binding emotional variables to other aspects which were the subject of organisational research has contributed to the mentioned neglect (Weick, 1979) . In the middle eighties and nineties of the last century, scientists researching organisational behaviour rediscovered affect as the subject of research showing interest in both emotions and moods. Here "moods" are meant as general feelings which are not bound to particular stimuli and are not intense enough to disturb the current thinking process (Clark and Isen, 1982; Thayer, 1989) . Emotions, on the other hand, are bound to particular events and they are intense enough to disturb the thinking process (Frijda, 1993; Simon, 1982) . With regard to the fact that moods are frequently (but not always) described in terms of their primary dimensions (positive or negative), emotions are treated in their discreet appearances (anger, fear, joy, etc.; Plutchik, 1994) . The advantage of emotions research in the context of work (and workplace) shows in the proof that organisational researchers rarely present their work as an objective fact based on cold calculation. Instead, as Weiss and Cropanzano (1996) claim, work experiences include events at work that can be both pleasant or refreshing, and stressful and frustrating. These events influence the way people behave and what they feel at work. For example, some jobs demand expressing positive emotions though the person can feel exactly opposite at that precise moment (Ashforth and Humphrey, 1993) . Proofs that have also surfaced concern the role of some emotional constructs as negative affect, and the influence of emotional intelligence on behaviour and making resolutions in the context of the lace (Salovey and Mayer, 1990) .
RESEARCH METHDOLOGY
Problem description
The premise of this research has been that emotional intelligence is in positive correlation to productive strategies of overcoming stress. A person developing their emotional intelligence also develops the capability to defend against stress. It follows that people with a higher degree of emotional intelligence should be less susceptible to stress. This research has been trying to answer the question of how much susceptibility to stress among managers, is bound to the development of emotional intelligence. It has also been supposed to shed some light on the hidden structure of these two complex psychological phenomena. In the framework of this problem, the impact of sociodemographic characteristics of examineees on development of emotional intelligence and susceptibility to stress has also been considered.
Research goals and tasks
The goals of this research have been twofold:
Theoretical
Our intention has been to study the nature (direction and intensity) of the connection between the studied variables, that is examinees" qualities; in the first place, particularly the connection between their susceptibility to stress on one hand, and those of their social and psychological qualities which we have considered the stress provoking determinants in this research.
Practical
Our intention has been to acquire data which may be used to improve organisational conditions regarding education, which will reduce occurence of stress among employees in our contemporary organisations.
Research hypotheses
The basic hypothesis of the research has been that there is a significant connection between emotional intelligence and stress among managers. Simić et al. 2345 The subhypotheses of the research regard the statistically significant difference of the degrees of emotional intelligence and stress among managers depending on their sociodemographic characteristics like gender, place of birth, company where they are employed, work experience and religious beliefs of examinees.
Research variables
Independent variables
(i) Examinee gender; (ii) the place where they spent childhood and youth (city, town, village); (iii) the company which examinees work in (the Central bank of Serbia, private sector, administration); (iv) examinee work experience (years of service); (v) examinee religious beliefs (believers or non-believers).
Dependent research variables
Stress which is theoretically defined by by the Lazarus stress theory. For the particular needs of this paper stress has been operationally defined by factor scores on the scale for measuring stress which has been constructed particularly for this research.
Emotional intelligence theoretically defined by the Salovey"s model and operationally defined by the questionnaire for measuring emotional intelligence (EQ) by the author Radmila Đokić (Psihologija danas, 2003) .
Measuring instruments
1. Questionnaire for acquiring data on characteristics of social status of examinees and their being exposed to stressful situations 2. The scale for assessment of the stress degree has been solely constructed for this research. It is a Likert-type scale with 30 items concerning different stress manifestation types. The scale has proved to be very reliable, the Cronbah"s alpha is 0.91. 3. The test for measuring emotional intelligence of the author Radmila Đokić ("Psihologija danas", 2003.) . The test consists of Likert-type scale with 42 items. The measuring scale has shown satisfactory reliability, the Cronbach"s alpha is 0.87.
Examinee sample
The research has been conducted on a convenient sample consisting of 308 managers employed in three different sectors: the central bank. the private sector and administration, all from Novi Sad. (sample characteristics are shown in Table 2 ).
Data analysis methods
Data acquired by this research have been processed using the statistical package SPSS.
Statistical procedures used when processing data have been:
i. Descriptive statistical variables indicators; ii. The Pearson correlation coefficient has been applied to subdimensions of stress and subdimensions of emotional intelligence in order to determine their correlation; iii. By principal component analysis the reduction of the beginning set of variables has been done and the hidden structure of the space of measuring the scale of stress levels and the scale of emotional intelligence has been determined. The factor scores (Simic, 2008) .
on extracted Promax dimensions have been calculated for the first three mentioned questionnares. iv. For the purpose of determining the existence of differences of stress levels and emotional intelligence depending on examinees" sociodemographic characteristics a number of discriminant analyses have been performed. During the analyses the grouping variables have been gender, the company which an examinee works in, the place where an examinee spent their childhood and youth, work experience and examinee"s religious beliefs. The quantitative variables have comprised factor scores on Promax factors of stress and emotional intelligence.
RESEARCH RESULTS
Analysis of the hidden structure of the space of the measuring scale of EQ For determining the hidden structure of emotional intelligence we have used the analysis of main components as a multivariant statistical method. The factors have been extracted by the Promax rotation. The five factors which taken together explain 35.21% of overall variance have been isolated (Table 3) . We have chosen this solution for two reasons. The first is that it was the most interpretable solution (after a few attempts at solutions with different number of chosen factors and different rotation procedures). The second is that these factors are consistent with the factors obtained by the previous research.
The first extacted Promax factor (F 1eq ) is defined based on items with the highest significance on that factor and they are of various content as presented in Table 4 . The dominant feeling is sadness and bad mood, as seen in items; I am often sad, desperate, and I do not know why. and I am often in a bad mood. The next dominant characteristic is a negative attitude to emotions altogether, where emotions are felt as a bother in life, (for example I am often bothered by emotions in everyday life.). People who achieve high values on this factor do not have emotional intelligence developed enough. Thus, they cannot handle emotions, negative, in particular, so they experience them as a weakness, an illness, an obstacle in life. I often act against my better judgementt under the influence of emotions. They are not able to understand their own emotional reactions, let alone those of others. As the result of that, they often blame themselves for everything (for example, I easily blame myself.) One of the reasons for this emotional deficiency is in their childhood (in my childhood, my parents ignored my emotions) when parents did not understand their emotions. Then, parents did not explain how emotions were to be handled, but suppressed them. These people now (children then) can not react to a stressful situation properly, but they keep silent and suffer. When they "blow their top" finally, it is usually a very violet emotional reaction which is uncontrolled and difficult to bear by both themselves and those around them. We have named this factor bad handling of negative emotions for the reasons aforementioned.
The second extracted Promax factor (F 2eq ) explains 8.05% of the variance and its content is completely different from that of the previous factor (as shown in Table 5 ). People who get high scores on this factor are emotionally very well adapted, they have a high EQ, they adapt very well to a stressful situation (I accept that one cannot know everything, accept everything -either about me or about others), because they have very well developed mechanisms of relaxation. They easily express their emotions and have developed self-control (for example, I am capable of relaxing and fully controlling my own life. I easily laugh and cry in the cinema and I enjoy it). These people do not allow themselves to get overwhelmed by negative emotions. Instead, they instantly try to change them into positive ones (If I am sad, I try to boost my morale instead of going into a sulk), which means they have developed self-motivation. This can also be seen from the negative correlation of this factor (Simic, 2008) . Table 7 . Excerpt from the structure matrix of the fourth promax factor.
Item r I depend on intuition in relationships to others, I "feel" good people.
0.53 When deciding something I largely depend on my intuition.
0.62 I prefer reading novels to essays.
0.49 When I remember good memories, I relive the strong emotion.
0.62
Addapted according the Master Thesis (Simic, 2008) .
with the item I am often in a bad mood. On the basis of all that being said, this factor has been named developed self-control, self-motivation and spontaneity in expressing emotions. The third extracted Promax factor (F 3eq ) explains 4.63% of the overall variance of items (Table 6 ). It consists of items which concern good emotional relationships with one"s surroundings, for example, if someone causes troubles for me, I can easily talk to them about it; I have the sense of diplomacy. and similar. People with the high score on this factor show maturity in interpersonal relationships. That means that they have well developed social skills. Contrary to the previous factor, for example, which is mostly about being focused on oneself, people with these qualities are much more focused on others and their tolerance is very developed (I am capable of hearing out and understanding viewpoints of who I am talking to, even if I don"t agree with them). For that reason, these people are respected by others from their surroundings, who gladly listen to their suggestions. (If I suggest something in a group, they carefully hear me out.) This factor is named developed social skills and empathy.
The fourth extracted Promax factor (F 4eq ) covers 4.30% of the variance (Table 7) . It includes items concerning very intuitive people who are very aware of their own emotions and they experience everything very deeply. Items correlating with this factor to the highest degree are: When deciding something, I largely depend on my intuition. When I remember good memories, I relive the strong and similar emotion. Based on everything mentioned, this factor is named developed intuition and self-awareness.
The fifth extracted Promax factor (F 5eq ) explains 3.72% of the variance (Table 8 ). This factor is about two kinds of people who have in common, feelings of violence and intense emotions, but deal with them differently. They express negative emotions particularly violently. Those who do not have productive ways of dealing with emotions developed express them aggressively (In rage, I break things or attack people; When I am in a bad mood, I drive everybody away). To the contrary, there are those who deal with these emotions productively through creative processes (for example, I need to express myself in art (painting, music...) to feel life contentment.). This factor is named expressing emotions violently.
Analysis of the hidden structure of the space of the measuring scale of stress
In accordance with goals and the research problem, as well as the theory assumption, we have tried to determine the hidden structure of stress. For that purpose, we have used the main components analysis. The factors have been extracted by the Promax rotation. The four factors have been extracted based on the scree-test. They together explain 56.77% of the overall variance ( Table 9 ).
The first extracted Promax factor (F 1s ) includes two types of items (Table 10) . On one hand, it contains items which include being overburdened, the feeling of being worn-out and the loss of control (together with the feeling of being a victim and being socially isolated) as psychological phenomena. They items are, for example: You feel overburdered more than before and you have (Simic, 2008) . (Simic, 2008) .
the feeling of your head whirling, you feel worn-out and have the feeling of having all the cares of the world on your shoulders, you have the feeling of being the victim rather than the master of the situation and others. On the other hand, there is the other kind of items covered by this factor. It includes somatic manifestations of this psychological condition. They are tiredness throughout the day, sleeping problems, gastric problems, headaches and palpitations. They are represented by items of the following content: You are often tired during the day, even though you had had enough sleep. You have difficulty falling asleep and/or you wake up during the night and you suffer from gastric problems, headaches or palpitations more often than before. On the basis of all this this factor is named somatic manifestations of stress as the consequence of being overburdened.
The second extracted Promax factor (F 2s ) in the space of measuring the degree of stress explains 7.31% of variability of the set of items (as presented in Table 11 ). It comprises items concerning loss of control and dissatisfaction by using one"s own capabilities and achievements. The following items correlate to it: You must have little control over what happens to you at work or at home, you feel you cannot use efficiently or completely your own capabilities. Generally, you are not particularly proud of or satisfied with what you do. The examinees feeling that, their capabilities are much greater than their current achievements show result in the feeling of loss of control over their own life.
It should be stressed that loss of control in this factor relates mostly to incapability of the examinee to take control of their own life. That frustrates them additionally, adding to their existing dissatisfaction with themselves. Based on the manifest variables covered by this factor we have named it dissatisfaction with using one"s own capabilities.
The third extracted Promax factor (F 3s ) deals with irritability and aggressive ways of reacting to frustrating and stressful situations (Table 12 ). The items with the Items content r You react irritably and aggressively when something does not happen according to plan or as you have expected.
0.72
A fly on the wall or the ring of the phone irritate you more than before.
0.65 You are drifting away from your friends and avoiding socialising.
0.50 You feel worn-out, and have the feeling of having all the cares of the world on your shoulders. 0.60 You often catch yourself having aggressive thoughts and notions about others.
0.81 You have the feeling of losing control over yourself or your own behaviour.
0.74 Table 13 . Excerpt from the structure matrix of the fourth promax factor.
Items content r You drink more alcohol than before in order to relax. 0.89 You have problems concentrating and easily get lost in a conversation 0.36 You are often tired during the day, even though you had had enough sleep.
0.30
following content correlate to this factor most: You often catch yourself having aggressive thoughts and notions about others, you react irritably and aggressively when something does not happen according to plan or as you have expected and you have the feeling of losing control over yourself or your own behaviour. This factor deals with loss of control, similar to the previous one. The difference is that loss of control here relates to one"s own behaviour, to the possibility that one "goes berserk" and reacts without control and inconsistently with their usual behaviour. Items like "a fly on the wall or the ring of the phone irritate you more than before". indicate the very low threshold of tolerance to frustration. As a result, affected people feel worn-out and as if carrying weight too heavy for them. This leads to socially unacceptable behaviour, like avoiding friends and socialising in general. This factor is named emotional instability. The fourth extracted Promax factor (F 4s ) deals with selfdestructive ways of reacting to stress (Table 13) . As opposed to the previous factor where destruction and aggression are directed to examinees" environment, this examinee type directs aggression to themselves and tries to overcome stress snatching at alcohol. In the case of this kind of examinees alcohol is a means of alleviating anxiety and the only possibility of relaxing, since other mechanisms of reacting to frustration (the positive ones) are not developed enough. This factor reflects faultiness of this measuring instrument -other disfunctional ways of reacting by abusing psychoactive substances, for example, are not mentioned. In the case of abusing alcohol, it is clear that concentration is easily lost and that the abuser constantly feels tired due to such a quantity of toxins. This factor is named selfdestructiveness.
H 1 : Connection of stress and emotional intelligence
In order to investigate further and confirm the primary hypothesis about the existance of connection between the two researched phenomena, correlations of particular stress subdimensions and EQ subdimensions have been researched. The factor scores of these dimensions have been subjected to the Pearson"s correlation coefficient. The results are shown in Table 14 . The results are shown in Table 14 . We can conclude from the obtained results that the factor (F1eq) Bad handling of negative emotions significantly correlates with the factor (F1s) somatic manifestations of stress as the consequence of being overburdened. There is also the significant correlation with (F2s) dissatisfaction with own shown capabilities and overall achievement, as well as (F3s) emotional instability which manifests through irritability, aggression and loss of control. These connections are of moderate intensity and positive direction. This means that managers who cannot handle negative emotions productively, tend more to have the feeling of being overburdened and have more expressed somatic manifestations. They are also more prone to dissatisfaction with their own capabilities shown and their own achievements. They are also more violent, aggressive and lose control easier than those managers who can handle their negative emotions better. The factor (F2eq), which deals with good self-control, self-motivation and spontaneity, correlates statistically significantly negatively with the first three factors of stress. That means that with increase of levels of self-control and selfawareness in a manager, and the more spontaneous they are the less the feeling of being overburdened is and less are somatic manifestations and more satisfied they are with their own capabilities shown and achievements, the less agressive they are and the less they lose control over themselves and their own behaviour. The factor (F3eq) named social skills and empathy positively correlates with the factor (F2s) dissatisfaction with capabilities shown and achievements. The correlation is of low intensity. But its positive character is somewhat surprising, because it implies that managers with more developed social skills are, at the same time, more inclined to being dissatisfied with their own capabilities shown and achievements. This might be explained by the fact that they are much more often in contact with others, that they see their shortcomings and weaknesses. Then they are even more sorry for themselves when they assess that they are more capable than others, but show their capabilities less, and achieve worse results as the consequence of it. The factor (F5eq) expressing emotions violently correlates positively with the factor (F3s) emotional instability, as expected. This connection might be of lower intensity than expected, but certainly points to something. It highlights the fact that managers who express emotions violently are more prone to being emotionally unstable expressed as aggression and loss of control. The lower intensity of connection might be explained by the fact that the term 'reacting violently" also relates to those examinees who have intense emotions and emotional reactions, but are not aggressive, but handle them constructively, through art, for example. On the basis of these results, we can claim that the primary hypothesis of the researh on existing of connection between emotional intelligence and stress has been confirmed.
H 2 : Structural differences of the degree of stress and emotional intelligence among managers depending on sociodemographic characteristics
In accordance with the second hypothesis of the research, we have tried to investigate the existence of differences of degrees of stress and emotional intelligence depending on managers" sociodemographic characteristics by the series of canonical discriminant analyses. We have also tried to determine the structure of this difference. When doing the analyses, variables have been gender, the company an examinee works in, the place where an examinee spent their childhood and youth, work experience and examinee"s religious beliefs. Predictor variables have been factor scores on the Promax factors of stress and emotional intelligence.
Discriminant Analysis of the respondents in relation to their gender
The grouping variable is gender (examinees have been divided into two groups, the first consisting of male, the second of female managers). The statistically significant discriminant function with the coefficient of canonical correlation of the value Rc = 0.382 has been isolated (as presented in Table 15 ). It means that there is a statistically significant difference of moderate intensity between men and women. Table 16 (men -0.286, women 0.781), it can be said that women managers handle negative emotions better, their self-control and self-motivation are better. They are more spontaneous at expressing emotions and also have more developed social skills and empathy. Moreover, they tend to rely more on their intuition than men managers. Men show more dissatisfaction with capabilities shown and achievements, and it is their main stressor, and they are much more inclined to selfdestruction (often consuming alcohol) as a way of overcoming stressful situations.
Discriminant analysis of the respondents in relation to their company
The grouping variable was the company an examinee works in (examinees were divided into three groups, the first comprised the Central Bank employees, the second employees were in the private sector, and the third employees in administration).
Only the first extracted discriminant function of the two proved to be statistically significant with the canonical correlation coefficient of Rc = 0.337 (Table 17) . It stresses the moderate intensity of difference among the observed examinee groups. Table 18 presents that the values of group centroids are: managers from the Central Bank (-0.589), managers employed in the private sector (0.262), managers employed in administration (0.153). On the basis of the values and directions of centroids, we have concluded that the Central Bank managers are the most inclined to expressing emotions violently and they are the most dissatisfied with their own capabilities shown and achievements. Those are their main stressors and they show the highest degree of emotional instability. Private bank managers have the highest degree of self-awareness and intuition, they are the most inclined to social skills and empathy. They also have the highest degree of feeling overburdened as the main stressor and the most pronounced somatic manifestations of stress. Administration managers are the most prone to abusing psychoactive substances as a way of overcoming stress.
Discriminant analysis of the respondents in relation to the place where they have spent childhood
The grouping variable is the place where examinees spent their childhood and youth (examinees were divided into three groups: those who used to live in a village, those from a town and the third group comprising the ones from a city). From the two extracted discriminant functions, only the first one is statistically significant with the coefficient of canonical correlation of Rc = 0.388 (Table 19 ). This means that the difference between the examined examinee groups is of moderate intensity.
On the basis of the values and direction of centroids of the groups shown in Table 20 (examinees who used to live in a village 0.141, those from a town 0.099 and those from a city -0.273), it can be concluded that managers from villages are bad at handling negative emotions, but they have better self-control, self-motivation and are more spontaneous than other groups. They also have more developed intuition and self-awareness, express emotions more violently than other groups and are more prone to emotional instability. Their feeling of being overburdened is less pronounced, somatic manifestations are less expressed and they are generally more satisfied with their own capabilities shown and achievements. As opposed to them, examinees from a city are better at handling negative emotions, but have worse selfcontrol, lower self-motivation and are the least spontaneous of all examinee groups. Their intuition and self-awareness are poorly developed compared to other groups, but they are emotionally more stable than others. They have a much more pronounced feeling of being overburdened, as well as more expressed somatic 
Discriminant analysis of the respondents in relation to their work experience
The grouping variable is work experience. Examinees were divided into four groups depending on their years of service: 1. Less than 10 years, 2. from 11 to 20 years, 3. from 21 to 30 years and 4. more than 30 years of service. Three discriminant functions have been isolated (Table  21 ) and only the first one is statistically significant at the p = 0.044 significance level with the correlation coefficient Rc = 0.346. Thus it can be said that the differences between the groups are of moderate intensity. In further analysis, only the first discriminant function will be taken into account.
Based on the values and direction of group centroids presented in Table 22 (the group with less than 10 years of service (0.309), from 11 to 20 years (0.223), from 21 to 30 years (-0.226), more than 30 years (-0.839), it can be said that managers with the least work experience have the most pronounced achievement motive and are by far the most inclined to believe that justice always gets done. They handle negative emotions better than managers with more work experience, but their self-control and selfmotivation are less developed. They are less spontaneous, their social skills and empathy are less developed and they are less emotionally stable. Managers with the most work experiance (more than 30 years) are the worst at handling negative emotions, but their self-control and self-motivation are the most developed of all groups, they are the most spontaneous from all examined. They also have the most developed social skills and empathy. They have far more selfconfidence than examinees from all other groups.
Discriminant analysis of the respondents in relation to their religious beliefs
The grouping variable is religious beliefs of examinees. They were divided into three groups: The first contains believers, the second atheists and the third contains the undecided.
Figures in Table 23 show that two discriminant functions have been isolated, only the first one is statistically significant with the coefficient of canonical correlation at Rc = 0.451. Based on that, it can be said that differences between groups are of moderate intensity. Further analysis will take into acount only the first discriminant function.
We may conclude on the basis of the values of group centroids (believers (0.559), atheists (-0.821), the undecided (-0.143) shown in Table 24 , suggest that managers who consider themselves believers have the most developed intuition, self-awareness and self-control. Their self-motivation is higher and they have more developed social skills and empathy to others. Also, they are the most spontaneous of examinees of all groups. As for atheists, they are the exact opposite of believers, and all mentioned qualities are significantly less developed in their case. As regards the undecided, they are somewhere in the middle between the mentioned examinee groups.
As regards all results presented, the hypothesis of existence of differences in the degree of emotional intelligence and inclination to stress depending on managers" sociodemographic characteristics has been confirmed.
DISCUSSION
This research has proved that the most dominant stressor in the workplace is an intense feeling of being overburdened, which provokes remarkable somatic manifestations of stress. This result can be ascribed to general unwillingness to keep the pace with radical changes resulting from radical turns in our society (the wars of 1990s, transition). This quickened pace leads to being overburdened, physical and psychological exhaustion resulting in psychophysiological illnesses and withdrawing from one"s social circles.
The fact that dissatisfaction with using own capabilities is an important cause of frustration and stress among our managers can lead to the conclusion that managers are either not used enough in their work or the cause of dissatisfaction can be identified either as bad conception of work tasks or a bad assessment of personal potentials. The feeling that one can do much more and, at the same time, dissatisfaction with own current achievements result in forming the image of loss of control over one"s own life in the consciousness of the person.
There are less occupations not affected by psychosomatic illnesses which are the unavoidable result of destructive influence of aggressive and uncontrollable stress. The same stressful situation can provoke extreme anger and even rage in one person, while others experience it with complete calm. That is the reason why managers have difficulty deciding to make a decision on their own. Most often, they act as if they are not occupants of their own workplace, they avoid responsibility. This complicates the possibilities of determining causes of stress to a large extent.
The stress level drastically amplifies if the situation gets out of control; emotions appearing at that moment are very violent. Irritability and aggressive behaviour provoked by stress are serious reactions which managers have to face. Managers at work meet the need to resolve the very important dilemma of how to separate the two aspects: focussing on the very essence of the problem and reacting emotionally. In the case of the former, it is important to determine the cause of stress, if it is a difficult task they are not capable of completing or the work environment is not favourable and they are not in a position of changing it, or it is about another requirement they are unable to fulfill. Determining the real cause of stress is important because of making the right decision, as giving up a too difficult a task or changing the occupation and work and professional surroundings. Being unable to change the job, it is desirable to find a "let-off" strategy that is, a way to divert the attention to more pleasant things. That strategy is usually a relaxing hobby, a sport in which by physical engagement and positive energy, feelings of aggression, fury and rage arediminished.
Results of this research show that good self-control, developed self-motivation and pronounced spontaneity result in a lesser feeling of being overburdened and alleviating somatic manifestations of stress. Furthermore, managers with the mentioned qualities highly developed show the lower level of aggression, are less irritable and rarely lose control. They are more satisfied with the achieved results and easier demonstrate their good qualities and potentials than managers with low selfconfidence, self-motivation and spontaneity.
According to Goleman, possibilities of using emotional intelligence capabilities are numerous. So are the advantages it brings when used for adaptively solving various problems. The advantage of emotionally intelligent managers best shows in capabilities and skills when expressing their own emotions. Using the set of all qualities and skills a manager can deal with all tasks, finish them off on time, and not feel overburdened. With the capability of self-motivation, the manager is satisfied with capabilities shown and achievements. By means of controlled motivation, they map their achievements limits out, and spontaneity brings them calm and everything is held under control. Also, we have acquired data in our research that more developed social skills and empathy as the primary criteria of emotional intelligence, are in the case of some examinees bound to diminished satisfaction with capabilities shown and achievements. These results are surprising in a way, but it is assumed that precisely, managers with developed empathy more often recognise emotions of others. The fact that they can easily and more carefully listen to their environment, enables them to compare themselves to others. Thus, they notice that they themselves do not give their best and consequently achieve worse results in stressful situations. When it comes to existence of differences in the degree of stress and emotional intelligence depending on examinees" gender, the discriminant analysis shows statistically significant differences between them. Women show more emotional stability and better emotion control than men. Men are more prone to showing emotions more violently and consumption of alcohol in order to overcome stressful situations. (Piz, 2007) . The results obtained can be partly explained by learning social roles during childhood. In our culture, it is appreciated in women that they are more emotional and have more developed social skills, while it is expected that men show emotions less. Moreover, it is socially approved that men are allowed to have negative emotions and express them violently. Their emotional instability is tolerated easier than women"s, as well as alcohol abuse.
We have seen moderate intensity of differences of examinee groups regarding the degree of stress and emotional intelligence depending on the company managers are employed in. The differences show in the examinees from the Central Bank being the most inclined to expessing their emotions violently, the most dissatisfied by their capabilities shown and achievements and also the most prone to irritability, aggression and loss of control. Managers from the Central Bank are exposed to a series of unfavourable factors with unstable work atmosphere as the result. Since five years ago the number of employees has dropped from 1030 to 180 (250 per year) in the organisational sector that covers Vojvodina only. However, all those 850 employees who left the bank were declared technologically redundant, and left the bank on the initiative of the employer. That means that after having been given notice, they could have only counted on the paycheque of the government employment service. Only 90% of the employees could have claimed it and only for the period of a year.
The variable "the place of residence" has also proved important. It has been shown that examinees from villages handle negative emotions worse, but have better self-control, self-motivation and spontaneity than other groups. Also, they have more developed intuition and self-awareness than the rest, they express their emotions more violently and are more prone to being emotionally unstable. Their feeling of being overburdened is much lower and so are their somatic manifestations of stress, and they are generally more satisfied with their capabilities shown and achievements than examinees of other groups. Contrary to them, examinees from cities are better at handling negative emotions, but have worse self-control, lower self-motivation and are the least spontaneous of all. Their intiution and self-awareness are less developed than in others. They express their emotions less violently and are more emotionally stable than examinees from other groups. Also, they feel more overburdened and have more somatic manifestations of stress and are much more dissatisfied with their capabilities shown and achievements than other examinees. The results of town examinees are similar to those of village examinees. Taking into account these data, we can assume that not all environments are equally favourable for forming certain personal qualities. Different environments imply different surrounding objects, different events taking place, different requests by certain people and the society in general, different relationships individuals form, different norms and principles individuals encounter. Urban environment (a city) is subject to permanent changes, offers larger choice of happenings. It means much more pronounced fight for prestige, offers more possibilities of education. It sets higher standards for people living there, both in cultural and social sense. Contrary to them, examinees who grew up in smaller communities did not have to adjust quickly to changes, because smaller communities change much slower.
As regards the variable work experience, one of our premises was that examinees with more work experence should have different levels of emotional intelligence and inclination to stress from examinees with less work experience. The research has shown that the increase in experience does not, unfortunately, imply the increase of emotional intelligence. The examinees with the least work experience have better emotional control. Managers at the end of their career have the biggest work experience, very wide knowledge and skills, but at the same time their threshold for negative emotions has lowered significantly. This piece of data speaks in favour of the need for permanent education of managers throughout their working life on positive strategies of overcoming stress. They should also be educated on emotional intelligence development, because an emotionally intelligent manager can stop and change an unpleasant and inappropriate mood by another which is more suitable for solving the current problem.
The influence of religious beliefs of managers also was the important variable that we assumed could impact their attitude to stress and development of some components of emotional intelligence. As we expected, religious people have the most developed intuition, selfawareness and self-control. They have more developed social skills and empathy to others. They are also the most spontaneous among all examinee groups. This piece of data is very important when making a strategy for educating managers which could, beside psychological elements, include pastoral segments too. Both believers and atheists show the same degree of inclination to alcohol consumption in order to deal with frustration as the result of stress. That has been a surprising result, because one would expect believers to have more developed constructive mechanisms of overcoming stress than atheists. This piece of data can be explained by the fact that in our culture, unfortunately, alcohol consumption is a widely accepted way of relaxation. This is so without taking into account the destructive influence of alcohol on a human body.
We can say at the end that the hypothesis of the existence of connection between stress in the workplace and emotional intelligence has been confirmed. In order to act on it, it is necessary to start educational programmes of developing emotional intelligence of managers. The capability of mobilising emotions in different manners can thus be improved, and as a consequence it can contribute to solving different problems. Similarly, this recommendation of the necessity of the need for permanent education in order to develop emotional intelligence is substantiated by recent research (Gardner, 2005) which shows two things. They are that not only can emotional intelligence be learnt, but also that the programme based on emotional experience of employees in the workplace can be efficient in enlarging satisfaction of employees and reducing stress in the workplace. The results of this thesis first and foremost enable support for introducing the emotional intelligence programme as part of antistress management for employees. This is Simić et al. 2357 particularly important because moods not only determine the type of action we undertake, but also, even more importantly, the quality of action (Brief and Weiss, 2002) . One of the main components of action of work is its conversational and relational aspect. Conversations are essential for work collaboration, and, consequently, for carrying work out and productivity. The manner in which people converse with each other largely concerns developing collaborative connections. With emphasising work teams it becomes essential that people work together in a constructive and collaborative way in order to achieve quality results. Managers should be taught that emotions we have and moods we are in make us see the world in a certain way and that the way we see something in also includes the thing we see as the possible solution of a problem. The simple example which clarifies this is that being in a good or bad mood defines actions which we consider possible at that particular moment.
Our moods are as a kind of "ideology" telling us what the world around us is like, what it should be like and what it could be like. Managers who are able to replace one mood quickly with another one are less likely to be under the "spell" of one way of thinking when planning future activities. They can see and consider a wide variety of possible outcomes. Emotional intelligence allows a manager to plan efficiently, but also to organise activities efficiently and gain self-control in an organisation. All that lowers the degree of stress.
Characteristics of a curriculum for education of managers which is designed according to the up-todate concept
One of the ways to develop emotional intelligence and acquire skills for overcoming stress is education of managers (Grubić, 2005) . Accordingly, the search for proper methods and actions which would yield the best results has been underway in recent years. This search has been part of the teaching process with the goal to produce the means of acquiring the necessary knowledge, skills and capabilities. In view of this we suggest a new model of designing the teaching curriculum for education of managers. Thus we suggest an education curriculum model for management which is based on cooperation instead of competition in the democratic atmosphere of the classroom. It is very important that the teacher develops an atmosphere of cooperation, as opposed to the atmosphere of competition. Developing team work habits stresses this particularly great importance, as it is ever more present in organisations. Senge (1994) considers a team the basic learning unit in an organisation. Consequently, Senge has defined team learning the following way: It is the process of centring and developing the team capacity in order to create results which are truely desired by team members. It is being built on disciplines of developing the common vision and personal development, because talented teams consist of talented development, because talented teams consist of talented individuals. Team learning is the process of harmonising, developing the capability of a team to function as a single entity, to think and act in a new synergistic way and create results that its members truely want. It focuses on capability of group learning. Adults learn best from each other by thinking over and investigating premises, feedback information from the team and from their own results. The capability of learning of the group becomes greater than the capability of learning of any individual in the group separately by team learning. It comes about through dialogue and productive discussion and results in the change of the way of thinking. It is necessary that teaching is active and not passive as is the case in most universities. In this way educational activities in management studies would contribute to stress prevention among future managers. Results of all Serbian education effect evaluations show serious weaknesses: Poor quality and low level of adopted knowledge. It is these results precisely that have led to the idea of active learning and active teaching. The idea of active learning is an attempt at creating a way of learning which will make more quality learning and better learning possible. It should also enable acquiring more meaningful knowledge, which would be as a consequence more lasting and applicable.
The other goal of active learning is to improve a student position with respect to teaching, colleagues and the teacher. This way of studying enables a student: to choose, to express ideas freely, to be asked for opinion, attitude, judgement on a certain issue, to be equal, to be a partner in pedagogical communication, to have their work tempo and mental particularities respected, to respect more their out-of-the-curriculum knowledge and skills, interests and other capabilities apart from the one for good and quality reproduction of acquired knowledge (which is largely favoured and preferred by the traditional way of studying) (Ivić Ivan et al., 1997) .
Active learning means, among other things, acquiring skills -learning by doing. Applying active learning and teaching requires more flexible organisation of work at the faculty. That means that it is at times necessary to organise work with students outside the classical classes structure, as well as working in small groups. This way of working would ensure development of emotional and spiritual intelligence, as well as being aware of the need for life-long education. This is how, according to our views, the contemporary concept of education curriculum developed based on the basic rules obtained through practice and adult learning-didactic research should look like:
1. The concept, organisation and content of programmes are changed to fit the situation in the organisation, workplaces (role) and tasks (Ristic, 2000) . 2. Learning is understood as a process in which every participant has an active role. The accent is placed on self-learning methods (problem solving, exercising, communication) . 3. The role of the teacher changes. He/she is less a teacher, and ever more a moderator, initiator, motivator. Thus the programme should be concieved in such a way that it includes as little ex cathedra lectures as possible. Complex learning models should be divided into suitable sequences and appropriate methods should be chosen for each sequence (Arsenijevic, 2011) . 4. When choosing methods, particular care should be taken in the classical lecture aimed at content transforms into methods aimed at participants, for example, case studies, brainstorming sessions, business games, role playing, creative workshops etc. 5. Learning is supported by modern communication means, video techniques. 6. Practise verbal forms of training, as opposed to the traditional concept. 7. (Modern learning theories start with the premise that language and work activity are very closely related).
The most important is that: a. The subject matter, situation and training methods are as similar to the activity which students are trained for as possible (the ideal case is that what is studied is identical to later work activities). b. For successful (quality) activity realisation, one-time training is not enough. New practical knowledge and skills should be practised -trained by repeating the same activities. That means that the ratio lectures/practice should be planned at 30 : 70%. c. Plans and programmes should be flexible. This means that they should enable accomplishing: adapting to students" interest and including different modules into integrated entities.
We think that modern managerial curriculi should contain all elements of active teaching.
This will result in:
1. The knowledge conversion process not being dominant in the teaching process, which is inappropriate for the needs of doing business in the knowledge era, 2. socialisation becoming the dominant way of acquiring knowledge during the period of undergraduate studies, 3. internalisation becoming the main manner of acquiring knowledge in the final years of undergraduate and postgraduate studies, 4. that all four knowledge conversion processes are presented in a quality education system for management, 5. students acquiring lasting and functionally usable knowledge.
Important goals regarding stress prevention among future managers can be achieved by establishing democratic climate in the classroom and active teaching. The means to do this is development of capabilities of all five dimensions of emotional intelligence:
Personal competence
These capabilities determine how we will handle our own problems.
i. Self-awareness: knowing our own inner states, inclinations, talents and shrewdness: Emotional awareness, good self-assessment, self-confidence.
ii. Overpowering oneself: control over one"s own personal attitudes, impulses and potentials: Self-control, credibility, conscientiousness, adaptability, innovativeness.
iii. Being motivated: emotional inclination resulting in achieving goals and making it an easier task; aspiration to achievement, devotion, initiative, optimism.
Social competence
These capabilities determine how we behave in relationships with others.
i. Empathy: being aware of feelings, needs and interests of others, understanding others, being directed to the service user, having support in diversities, having political awareness.
ii. Social skills: capability of creating desired reactions in others, being influential, communicative, solving conflicts, leadership, stimulating changes, creating bonds, cooperation, capabilities of team work.
Conclusions
After the final contemplation of our research, we sumarise our conclusions.
1. The most important determinants of stress occurence are being overburdened at work with somatic manifestations, dissatisfaction with using one"s own capabilities and low work achievements with the feeling of loss of control over one"s own life, irritability, aggression and loss of control and alcohol abuse. 2. We have extracted handling of negative emotions, well developed self-control, self-motivation and spontaneity in expressing emotions, as well as social skills and empathy, developed intuition and self-awareness and expressing emotions violently as determinant characteristics of emotional intelligence (for our examinees). 3. Existence of connection between levels of emotional intelligence and stress occurence has been proved and in such a way that a higher level of emotional intelligence lowers stress and vice versa.
All socidemographic characteristics we included in the research are sources of important differences in Simić et al. 2359 perception of components of stress occurence:
i. There are statistically significant differences between managers of different genders. They are that women are better at handling negative emotions, that they have better self-control and self-motivation and are more spontaneous in expressing emotions. Women"s social skills and empathy are more developed than men"s. They are more inclined to relying on intuition, when making important decisions. As regards men, they show greater dissatisfaction with using their own capabilities and with their own achievements, as well as greater consumption and abuse of alcohol as a means of relaxation. Men are more prone to irritability and aggression and loss of control, they feel more overburdened and are more prone to somatic manifestations which are consequences of stress (stomach problems, heart conditions, etc.).
ii. Statistically significant differences between examinee subgroups in relation to the company show that managers from the Central Bank are the most prone to expressing emotions violently. They are also the most dissatisfied by their capabilities shown and their achievements, and also the most prone to irritability, aggression and loss of control. Managers from private banks have the most developed self-awareness and intuition, they are the most prone to social skills and empathy, have the most expressed feeling of being overburdened and the most pronounced somatic manifestations of stress. Managers from administration are between these two groups, but they are the most prone to alcohol abuse.
iii. Statistically significant differences between examinee subgroups in relation to the place where they spent their childhood and youth show that examinees from villages are worse at handling negative emotions, but more spontaneous than other groups. They have less feeling of being overburdened and less expressed somatic manifestations of stress and are more satisfied than examinees from other groups with their own capabilities expressed and their achievements. Contrary to them, examinees from cities handle their negative emotions better and are the least spontaneous of all groups. Their intuition and self-awareness are worse than those of others, express their emotions less violently and tend the least to be emotionally unstable of all examinees.They have a stronger feeling of being overburdened, as well as more pronounced somatic manifestations and are much more dissatisfied with their own capabilities shown and achievement than all other groups. Examinees from towns have results similar to those of examinees from villages. iv. Statistically significant differences exist between examinees with different work experience. Examinees were divided into four groups: Less than 10 years of work experience, betweeen 11 and 20 years, between 21 and 30 years and more than 30 years of work experience. The differences comprise the facts that examinees with the least work experience better handle negative emotions than managers with more work experience, but show less spontaneity and have less developed social skills. They are less irritable and aggressive and more rarely lose control over themselves. Managers with the most work experience (more than 30 years) are the worst at handling negative emotions, are more spontaneous than the rest and their social skills and empathy are the best developed. v. There are statistically significant differences between examinees with regard to their religious beliefs. Believers have the most developed intuition, self-awareness and self-control. They have more developed social skills and empathy to others than the rest of examinees. They are also the most spontaneous among examinees. As regards atheists, they are the complete opposite, while the undecided are in between these two examinee groups. It is interesting and intriguing that these two groups do not differ much when it comes to alcohol abuse and aggression.
The goal of this research has been both theoretical and practical. The theoretical part has been to establish the nature (the direction and intensity) of the connection between inclination to stress and emotional intelligence of managers. The practical part has been to employ the obtained results to start a series of educational activities which would contribute to improving organisational conditions which would reduce stress occurence in turn. The results clearly indicate the need of additional education and training so as to clarify causes of stress and results of certain stressors in a work environment. It is also very important for managers to develop measures which would continuously improve organisational climate and culture and where stressful reactions would be reduced to the lowest level possible.
